HEDIJA, V., MUSIL, P.: Gender wage diff erences in the selected Czech public sector company. Acta univ. agric. et silvic. Mendel. Brun., 2012, LX, No. 7, pp. 81-88 The issue of wage disparity between men and women belongs to the current and widely discussed topics. The attention given to this subject also refl ects the fact that the issue of the equality between women and men and non-discrimination by gender is incorporated in the law of the European Union. A number of studies are devoted to the gender wage disparities and the root cause of wage diff erences in the Czech Republic, however, only few of these deal with the gender wage diff erentials in the public sector. It is exactly this issue, which is discussed in this article, its aim being to identify the extent of the gender pay gap in the selected Czech public sector company. The article concentrates on fi nding the main causes for the existence of wage diff erences between men and women and determining whether the company inclines to wage discrimination against women. The Oaxaca-Blinder decomposition is used to defi ne, which part of the gender pay gap can be attributed to the diff erent characteristics of men and women and which part stays unexplained. It is this unexplained part that can be the result of wage discrimination against women.
gender, wage diff erences, public sector, gender pay gap, Oaxaca-Blinder decomposition, endowment eff ect, remuneration eff ect The issue of equality between men and women is an area that, besides other disciplines, also deals with the economy. The current and frequently discussed topics include the question of wage diff erentials and wage discrimination against women on the labour market. The existence of wage diff erences between men and women is confi rmed by empirical data.
According to the Czech Statistical Offi ce data, the gender pay gap reached 24.9 percent in the Czech Republic in 2010. The gender pay gap varied in the diff erent sectors of the national economy. It was 16.3 percent in public administration, 26.2 percent in education and 28.7 percent in the health sector (Czech Statistical Offi ce, 2012) . Where do the causes of existing diff erences stand? Do women face discrimination? And what is the situation in the public sector?
In terms of traditional microeconomic theory, a salary depends on the productivity of the individual. A person with higher productivity, for objective reasons, receives higher wages and vice versa. The resulting pay gap cannot be described as discrimination and is natural and legitimate.
Diff erences between average labour productivity between men and women could be one of the possible causes of a wage gap. These are closely related to the diff erent characteristics of men and women. Traditionally, wage diff erences are explained by diff erences in age, education and experience, which directly aff ect the productivity of individuals (Becker, 1957) . Nevertheless, empirical studies show that these factors play only a minor role and that the labour market segregation is a signifi cant factor, which can explain a large part of the existing wage diff erences. This means that a signifi cant reason why women receive lower wages is the fact that women are concentrated in fewer lucrative sectors or employed in positions with less responsibility and therefore are paid less (Plantenga and Remery, 2006) .
There are a number of studies devoted to the gender wage disparities in the Czech Republic (Jurajda (2003) , Mysíková (2007) , Jurajda and Paligorova (2009), Hedija and Musil (2012) etc. However, only a few of these studies deal with the gender wage diff erentials in the public sector. Pailhé (2000) examines the gender wage diff erences in the V4 countries during the fi rst years of transition. In the Czech Republic, the main factors that set light to wage diff erences were qualifi cation and the sector in which the employees worked. These two factors explained 26 percent of GPG. The ownership played only a small role, as it explained only 1.8 percent of GPG. Eriksson, Gottwald and Mrázek (2000) analysed the eff ect of discrimination of the gender pay gap among managerial employees in the public and private sector. The wage gap due to discrimination was 10.8 percent. Jurajda (2003) analysed the wage diff erences in the public and nonbudgetary sector. The gender pay gap was larger in the non-budgetary sector. The estimated gender wage gap in the public sector was 0.24 percent and in the non-budgetary sector 0.30. He concluded that the main causes of gender wage diff erences in the Czech public sector were segregation and the diff erent level of education. These factors explained two thirds of the existing pay gap. Over a third of the overall gender wage gap stayed unexplained and can be due to discrimination against women. The situation in the private sector is dramatically diff erent. Here, almost two thirds of the gender wage diff erences stayed unexplained and potentially discrimination against women is larger when compared to the public sector.
The paper investigates wage diff erences between men and women in a chosen Czech public sector enterprise. The aim of the paper is to determine the size of the gender pay gap (GPG) in this enterprise, to identify factors that can explain this and to determine whether the company leads to wage discrimination against women. The Oaxaca-Blinder decomposition will be used to identify which part of the existing GPG can be explained by diff erent characteristics of men and women, and which part cannot be explained by these. The unexplained part of GPG can be a result of the wage discrimination against women.
The fi rst section of the paper discusses briefl y the possible causes of the existence of wage diff erences between men and women, describes the technique of gender pay gap decomposition and discusses the data upon which the paper is based. The second section reports the results of the applied technique. The causes of the existing gender pay gap and the unexplained part of this gap are identifi ed in the chosen company and discussed.
METHOD
A frequently used method to decompose wage diff erences is the Oaxaca-Blinder decomposition. This method allows us to divide the gender pay gap into the part which can be explained by diff erent characteristics of men and women, and the part that remains unexplained (Oaxaca, 1973; Blinder, 1973) . The Oaxaca-Blinder decomposition will be used in this paper.
The extended form of the Oaxaca-Blinder decomposition has this form:
where W m is the hourly wage rate of men, W f is the hourly wage rate of women, X m is a vector of average characteristics of men, X f is a vector of average characteristics of women, ˆ, represents the part of the gender pay gap, which is explained by diff erent characteristics of men and women. This part of pay diff erences is known as the endowment eff ect.
is the unexplained part of the gender pay gap. This is known as the remuneration eff ect or the eff ect of discrimination.
The Oaxaca-Blinder decomposition is based on an estimate of the wage functions for men and women. The OLS method is used. The wage equations for men and women are defi ned as follows:
where (W i ) m is the hourly wage rate of the i-th man, (X' i ) m is a vector of chosen characteristics of the i-th man, (X i ) f is the hourly wage rate of the i-th woman, (X' i ) f is a vector of chosen characteristics of the i-th woman,  m ,  f are vectors of coeffi cients of wage functions for men and women and u i is a disturbance term.
The fi nal step in the application of the OaxacaBlinder decomposition is the choice of the equilibrium wage ( * ). In professional studies, working with the Oaxaca-Blinder decomposition we can fi nd various concepts of the equilibrium wage. Blinder (1973) estimated the extent of discrimination using the wage of men as the equilibrium wage. To decompose the wage gap, Oaxaca (1973) used the wage of both men and women as the equilibrium wage. Reimers (1983) attributed the same weight to the regression coeffi cients of wage functions for men and women (*= ( m +  f )/2). Cotton (1988) used the weighted average wage of men and women, where, as weights he used the proportion of men and women in the total working population. Neumark (1988) estimated the equilibrium wage as a vector of coeffi cients of the wage function for both men and women (Hedija, Musil, 2010) .
In this paper, the gender pay gap is estimated for the health sector fi rm, specifi cally an unnamed hospital in the Czech Republic. Firstly, the wage functions for men and women are estimated for this hospital. The logarithm of the hourly gross wage is a dependent variable. As explanatory variables the following characteristics are used: age, education, job, working time, overtime, sickness, years worked in the company and department. These characteristics include the traditional factors that can justify the existing wage diff erences between individuals in one company and that are observable and relatively easily quantifi able. A brief overview of the explaining variables, which the authors of selected studies used, can be found for example in the article Hedija, Musil (2012) .
The explanatory variables are briefl y described. Age is the age of the worker in years. Education is years of schooling completed. Job is a dummy variable. All jobs are divided into 11 groups according to the wage rates in the hospital. Working time is a dummy variable. It is 1 in the case of a full-time job and 0 otherwise. Overtime refl ects the overtime hours per year. Disease denotes hours of sick leave per year. Years in company is the number of years the employee works in this hospital. Department is a dummy variable. It denotes the department, where the employee works. In the hospital, there are 33 departments.
We use only the wage of men as the equilibrium wage. In this case, the decomposition takes this form: 
DATA
As we stated above, the wage diff erences between men and women and the extent of the endowment and remuneration eff ects are estimated in the chosen public sector company. This is an unnamed hospital in the Czech Republic, which was willing to provide the necessary data. Data was provided for year 2010. The employees, who were long-term ill, on maternity or parental leave or working in a business agreement were excluded. This le us with a sample of 2604 employees, of which 590 were males and 2014 females. The data included: gender, age, the highest level of education, job, number of years that employee works in this hospital, working time (full-time means 1), department, where the employee works, hours worked per year, overtime hours, days of sick leave, days of leave and annual gross wage. The hourly gross wage for every employee was calculated as a ration of annual gross wage and the sum of worked hours (including overtime) and hours of annual leave (days of annual leave*8*working time).
Tab. I shows the average characteristics of the male and female employees, which are used in the wage functions.
The average gross hourly wage is expressed as a percentage of the men's wage, because of the sensitivity of the data. In our hospital, women earn 77.1 percent of the men's wage. The gender pay gap, which is calculated as the diff erence between the average gross hourly earnings of the male employees and of the female employees as a percentage of the average gross hourly earnings of the male employees, is 22.87 percent.
RESULTS AND DISCUSSION
Firstly, the coeffi cients of male and female wage functions are estimated from the collected data. The equations (1) and (2) are used. The results are presented in Tab. II. Not all the independent variables listed in the section "Method" were statistically signifi cant. Statistically insignifi cant was the explanatory variable working time. The fact that the employees work full-time or part-time was irrelevant in the analysis of the wage diff erences between men and women. The variable department also played only a minor role.
We estimated two wage functions. In the fi rst case, the department is not covered in the wage function as an independent variable. In the second case, the full-scale regression has been used. This approach is chosen because the variable department explained only a very small part of the wage diff erences, especially in the male wage function. In this function only 3 departments proved to be statistically signifi cant from the 33 existing.
The explanatory variables explained 76.5 percent of the variability in logarithm of the male wage and 75.1 percent variability in the logarithm of the female wage in wage function 1 and 78.3 percent and 78.1 percent in the full-scale regression.
Tab. III presents the estimation of the results of the gender pay gap in the company. The row pay gap, calculated as the diff erence in logarithm of the male and female wage, was 18.81 percent.
The extent of the endowment and remuneration eff ect diff ered depending on the wage functions.
If we used wage function 1, the endowment eff ect represented 86.2 percent and the remuneration eff ect 13.8 percent of the gender pay gap. In the case of wage function 2, the endowment eff ect was 76.9 percent and the remuneration eff ect 23.1 percent of the gender pay gap. This means, that the selected characteristics of men and women failed to explain more than 13 percent of the existing gender pay gap in the fi rst case and 23.1 percent in the second case. This part of GPG could be caused by factors that had not been identifi ed or it could be a result of the discrimination against women.
The main causes of wage diff erences between men and women in the analysed company were the number of overtime hours, the level of education and the job. Other factors played a less signifi cant role.
In wage function 1, more overtime hours of men compared with women explained about 31 percent of the existing GPG; the higher level of education of men explained 29 percent of GPG; the working position about 22.5 percent of GPG. The variance in age explained only 2.4 percent of GPG and absence because of illness or care for a family member 1.6 percent of GPG. Years in the company spoke in favour of women. Women work longer in average in the company. This explained −1.1 percent of GPG.
If we use wage function 2, the conclusions are very similar. The most important factors of wage diff erences between men and women were overtime hours, education and job. The larger number of overtime hours of men explained 28 percent of GPG, the higher level of education of men 27.1 percent and the work position 17.7 percent of the existing GPG. The higher age of men was able to explain 3.1 percent, the larger number of hours of absence of women 2.1 percent and the number of years in the company −1.1 percent of GPG. Departments where the employees worked explained only a very small part of the wage diff erences between men and women, specifi cally 0.04 percent of GPG.
As we concluded above, the main factors explaining the gender wage diff erences were the higher education level of men and the amount of overtime hours. Each of these factors explained almost 30 percent of the existing gender wage gap. The diff erent jobs played a weaker role and explained about 20 percent of GPG. In the case of the infl uence of the diff erent job and education, the conclusions are in accordance to the fi ndings of Jurajda (2003) . Jurajda (2003) stated that the diff erent levels of education and segregation can explain about two third of the existing gender pay gap in the Czech public sector. He used data from the year 1998. In our case, the segregation and education play a similarly important role. These factors explained about 50 percent of GPG.
On the other hand, the unexplained part of the gender pay gap is smaller compared to Jurajda's (2003) fi ndings. It can be explained by a more detailed dataset and a lot of factors included in the wage function. Standard error in parentheses, ***signifi cant at the 1% level, **signifi cant at the 5% level, *signifi cant at the 10% level.
But we cannot say that more detailed data and more focus on only one company lead to the explanation of the gender wage diff erences. Hedija and Musil (2012) examined the existence of wage discrimination against women in a chosen fi rm of the private sector and concluded that the no part of the gender pay gap in this company could be explained by the diff erent characteristics of men and women. Conversely, women had in average better characteristics than men, as is proven by the negative endowment eff ect. The extent of the explained part of the gender pay gap in the case of the public sector enterprise can be explained, to some extent, by the wage regulations governing the public sector. This issue requires further research. Extending the sample of studied companies enables to reach objective conclusions.
CONCLUSION
This paper researched the gender pay gap in the chosen public sector company, specifi cally in the selected Czech hospital. The raw gender pay gap reached 19 percent in this company. The observed pay gap was below the average gender wage diff erence in the Czech health-care sector. Statistically signifi cant factors that explained wage diff erences between men and women were age, education, job, overtime hours, illness and years in the company.
Departments, where the employees worked, explained a very small part of the wage diff erences between men and women. Not all departments were statistically signifi cant for men. This is why we prefer the use of wage function 1.
We can conclude that approximately 86 percent of GPG was possible to explain by diff erent characteristics of men and women. Diff erent overtime hours, education level and job were the most important factors of justifi ed gender wage diff erences. In our hospital, men in average worked more overtime, had a higher level of education and worked in better paid positions.
About 14 percent of GPG stayed unexplained. It represents only 2.6 percentage points of the gender pay gap. This part of the gender pay gap could be caused by factors that had not been identifi ed, for example the talent of workers or it could be result of discrimination against women. From this point of view, the conclusions are satisfactory. Finally, we can say that the wage discrimination against women does not occur in the chosen company and if so, its rate is negligible. 
SUMMARY
The paper investigates the wage diff erences between men and women in a chosen Czech public sector enterprise. The aim of the paper was to determine the amount of the gender pay gap in this enterprise, to identify factors that can explain this and to determine whether the company leads to wage discrimination against women. The Oaxaca-Blinder decomposition (Oaxaca, 1973; Blinder, 1973) was used to separate the gender pay gap into the part which can be explained by diff erent characteristics of men and women, and the part that cannot be explained and will be marked as the eff ect of discrimination. Micro-data from the chosen Czech hospital form the year 2010 was used. The estimated gender pay gap was about 19 percent, which was below the average in the Czech health sector. Approximately 86 percent of the gender pay gap could be explained by the diff erent characteristics of men and women. Diff erences in the number of overtime hours, the education level and the job descriptions were the most important factors of justifi ed gender wage diff erences. About 14 percent of the gender pay gap stayed unexplained which were only 2.6 percentage points of the total gender pay gap. Authors concluded, that in the examined hospital, there was either no or a negligible wage discrimination against women.
